Factors Forming Work Motivation in Japan  by Taguchi, Yumiko
2351-9789 © 2015 The Authors. Published by Elsevier B.V. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/4.0/).
Peer-review under responsibility of AHFE Conference
doi: 10.1016/j.promfg.2015.07.314 
 Procedia Manufacturing  3 ( 2015 )  717 – 722 
Available online at www.sciencedirect.com 
ScienceDirect
6th International Conference on Applied Human Factors and Ergonomics (AHFE 2015) and the 
Affiliated Conferences, AHFE 2015
Factorsforming work motivation in Japan
Yumiko Taguchi*
Shohoku College, 428 Nurumizu, Atsugi, Kanagawa, 243-8501, Japan
Abstract
The purpose of this study is to consider the factors forming the motivation of employees in Japan. The study proceeds in the 
following steps: (1) extract the factors that form work motivation, based on the literature; (2) investigate the work motivation of 
employees in Japanese companies by questionnaire survey; (3) consider which factors reflect motivation and which do not.
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1. Introduction
Man-hour declines are a major problem for Japanese society linked to the nation’s falling birthrate, aging 
population, and the retirement of "baby boomer" workers (born from 1947 to 1949). Enterprises must achieve results 
with limited manpower. One approach to maintaining performance with fewer people is to enhance employee 
abilities in ways that improve productivity. Yet workplace motivation must be both high and enduring if employee 
abilities are to be enhanced to a meaningful degree. The purpose of this study is to consider the factors forming the 
motivation of employees in Japan. The study proceeds in the following steps: (1) extract the factors that form work 
motivation, based on the literature; (2) investigate the work motivation of employees in Japanese companies by 
questionnaire survey; (3) consider which factors reflect motivation and which do not.
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2. Factors forming work motivation
We ranked “motivation factors” by the degree to which they enhanced employee motivation in the workplace and 
selected “concrete improvement” factors that can be recommended as “high-priority” motivation factors for 
adoption by companies seeking to improve the motivation of their employees [1]. 
In this method we work with eight major “motivation factors” (factors that form work motivation): employee 
evaluation, establishment, growth, income, human relationships, working conditions, type of work performed, 
workplace. Work motivation is reportedly influenced by an employee’s work-life balance [2]. None of the 
investigations found in a review of the literature on motivation research have considered the influences of work-life 
balance. I therefore try to consider motivation in relation to work-life balance here. Nine motivation-forming factors 
are considered in this studyas shown in fig1: income, growth, establishment, employee evaluation, type of work, 
workplace, working conditions, human relationships, and work-life balance. Each motivation factor consists of sub-
factors.
2.1. Employee evaluation
The “employee evaluation” factor consists of five sub-factors: evaluation by supervisor, evaluation by co-
workers, evaluation by subordinates, evaluation by customers, and evaluation by the public.
2.2. Establishment
The “establishment” factor consists of three sub-factors: clarity of one’s own role, establishment of targets, and 
contribution to company.
2.3. Growth
The “growth” factor consists of three sub-factors: development ability, promotion system, and educational 
system.
2.4. Income
The “income” factor consists of three sub-factors: salary, bonus, and overtime pay.
2.5. Human relationships
The “human relationships” factor consists of three sub-factors: relationship with supervisor, relationship with co-
workers, and relationship with subordinates.
2.6. Working conditions
The “working conditions” factor consists of two sub-factors: work volume and working hours.
2.7. Work
The “work” factor consists of four sub-factors: interestingness of work, difficulty of work, rewards derived from 
work, authority over others.
2.8. Workplace
The “workplace” factor consists of four sub-factors: amenity of the workplace, vitality of the workplace, a sense 
of oneness, and cooperation between departments.
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Fig.1.Factors forming work motivation in this study.
2.9. Work-life balance
The “work-life balance” factor consists of five sub-factors: systems for childcare leave, granny leave and family 
care leave system, system for short-time working, system for holidays with pay, telework.
3. Investigation of the factors forming work motivation
We tried to identify which types of employees placed emphasis on which motivation factors by having the 
employees of two IT firms fill out a questionnaire with questions both about themselves (age, marital status, 
cohabitation with family, etc.) and the factors that motivated them at work. The employees were categorized by their 
responses about themselves, and the rates of employees choosing motivation factors were tallied. The motivation 
factor selected at the highest rate was rated as the factor with the strongest motivation-enhancing effect, and the 
other factors were arranged in descending order from strong to weak.
3.1. Company A
3.1.1. Respondents in Company A
All of the respondents were part-time workers with spouses and children. About 60% were in their late thirties, 
about 30% were in their early forties, and about 10% were in their late forties. About 80% of them lived with their 
spouses and children. About 20% of them lived with their spouses and children and birth father and/or birth mother. 
About 90% of the respondents had two children. About 10% of the respondents had only child. About 80% had an 
eldest child or only child of elementary school age and about 60% had a second child of preschool age.
3.1.2. Factors influencing motivation in Company A
The sub-factors with high response rates (over 50%) are shown in table 1. The sub-factors with top three high 
rates are interestingness of work (“work” major factor), salary and bonus (“income” major factor). On the other 
hand, the sub-factors with low response rates (under 50%) are shown in table 2. the sub-factors with top three low 
rate are authority over others and difficulty of work (“work” major factor), overtime pay (“income” major factor), 
evaluation by co-workers (“evaluation” major factor) and cooperation between departments (“workplace” major  
factor).
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Table 1.Sub-factors with high response rates in Company A.
Sub-factor Major factor Rates (%)
Interestingness of work Work 92.3
Salary Income 84.6
Bonus Income 76.9
Establishment of targets Establishment 69.2
Systems for childcare leave Work-life balance 69.2
Telework Work-life balance 69.2
Evaluation by supervisor Evaluation 61.5
Vitality of the workplace Workplace 61.5
System for short-time working Work-life balance 61.5
Table 2.The sub-factors with low response rates in Company A.
Sub-factor Major factor Rates (%)
Authority over others Work 0
Overtime pay Income 23.1
Evaluation by co-workers Evaluation 23.1
Difficulty of work Work 23.1
Cooperation between departments Workplace 23.1
Educational system Growth 30.8
Development ability Growth 30.8
Contribution to company Establishment 30.8
Clarity of one’s own role Establishment 30.8
Evaluation by subordinates Evaluation 30.8
Work volume Working conditions 30.8
Relationship with subordinates Human relationships 30.8
Promotion system Growth 38.5
Relationship with co-workers Human relationships 38.5
Granny leave and family care leave system Work-life balance 38.5
Amenity of the workplace Workplace 46.2
Working hours Work 46.2
Relationship with supervisor Human relationships 46.2
System for holidays with pay Work-life balance 46.2
3.2. Company B
3.2.1. Respondents in Company B
Most of the respondents were full-time workers. About 80% of them were male and about 20% were female. 
About 50% were in their thirties and about 40% were in their twenties. About 10% were in their forties. About 40% 
were married and about 60% were single. About 70% of married respondents live with their spouses and children, 
30% of them live with their spouses and children and birth mother or mother-in-law. Single respondents live by 
themselves. All of married respondents had children. About 70% of them had two children, about 30% of them had 
only child. About 60% had an eldest child or only child of preschool age and about 60% had a second child of 
preschool age.
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3.2.2. Factors inflecting motivation in Company B
The sub-factors with high response rates (which are over 50%) are shown in table 3. The sub-factors with top 
three high rates are development ability (“establishment” major factor), salary and bonus (“income” major factor). 
On the other hand, the sub-factors with low response rates (under 50%) are shown in table 4. The sub-factors with 
top three low rates are promotion system (“establishment” major factor), cooperation between departments 
(“workplace” major factor), evaluation by the public (“evaluation” major factor) and granny leave and family care 
leave system (“work-life balance” major factor).
3.3. Consideration
In the results for Company A, a workplace with a relatively high number of part-time working mothers in their 
forties, the interestingness of work, salary, and bonus strongly influenced work motivation. The establishment of 
targets, systems for childcare leave, telework, system for short-time working, evaluation by supervisor, and the 
vitality of the workplace also influenced work motivation by varying degrees. Authority over others, meanwhile, 
was not a factor influencing work motivation.
In the results for Company B, a workplace with relatively high numbers of single fulltime workers in their 
twenties and thirties, development ability, salary, and bonus strongly influenced work motivation. Clarity of one’s 
own role, work volume, working hours, evaluation by supervisor, evaluation by customers, interestingness of work, 
difficulty of work, amenity of the workplace, and relationship with supervisor also influenced work motivation by 
varying degrees. The promotion system and cooperation between departments had no apparent effects on work 
motivation.
Table 3.The sub-factors with high response rates in Company B.
Sub-factor Major factor Rates (%)
Development ability Establishment 100.0
Salary Income 87.5
Bonus Income 81.3
Clarity of one’s own role Establishment 75.0
Work volume Working conditions 75.0
Evaluation by supervisor Evaluation 68.8
Working hours Working conditions 68.8
Interestingness of work Work 68.8
Difficulty of work Work 68.8
Amenity of the workplace Workplace 68.8
Evaluation by customers Evaluation 62.5
Relationship with supervisor Human relationships 62.5
Establishment of targets Establishment 56.3
Relationship with co-workers Human relationships 56.3
Rewards derived from work Work 56.3
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Table 4.Sub-factors with low response rates in Company B.
Sub-factor Major factor Rates (%)
Promotion system Establishment 12.5
Cooperation between departments Workplace 18.8
Evaluation by the public Evaluation 25.0
Granny leave and family care leave system Work-life balance 25.0
A sense of oneness Workplace 31.3
Evaluation by co-workers Evaluation 37.5
Overtime pay Income 37.5
Relationship with subordinates Human relationships 37.5
Authority over others Work 37.5
Systems for childcare leave Work-life balance 37.5
Contribution to the company Establishment 43.8
Promotion system Growth 43.8
System for short-time working Work-life balance 43.8
4. Conclusions
This study extracted factors forming work motivation based on the literature and a questionnaire survey of 
employees working in two Japan companies. The extracted factors were  ranked by the degree to which they 
influenced motivation.
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